Introduction
Many different models of coaching now exist. These include well established GROW model which is the acronym for GOAL, REALITY, OPTIONS, WILL (or WRAP-UP) (see Whitmore 1996; . Dembkowski and Elridge, (2003) developed the ACHIEVE model which represents: Assess current situation; Creative brainstorming of alternative to current situation; Hone goals; Initiate options; Evaluative options; Valid action programme design; Encourage momentum. Libri (2004) Cognitive behavioural and rational emotive models of coaching include Albert Ellis' well known ABCDE model (see Ellis et al., 1997; Palmer 2002) which stands for Activating event or situation, Beliefs, Consequences, Disputation of the beliefs, Effective and new approach to dealing with the issue or problem. Edgerton developed the SPACE model (see Edgerton and Palmer, 2005) , which represents Social context, Physical, Action, Cognitions and Emotions. Problem-solving models have also been developed for training, counselling, stress management and coaching (eg Wasik,1984; Palmer and Burton, 1996; Palmer 1997 a, b) and used within cognitive-behavioural coaching (see Neenan and Palmer, 2001 a, b) and coaching psychology (Palmer and Szymanska, 2007) .
The development of the PRACTICE model of coaching D'Zurilla, Goldfried and Nezu developed a number of problem-solving methods that are well documented and have been applied to a wide range of issues and settings. (D'Zurilla and Goldfried, 1971; D'Zurilla, 1986; D'Zurilla & Nezu, 1999) . Wasik (1984) described a simple seven-step problem-solving model that has been applied to the fields of counseling, psychotherapy, management, coaching and training. The steps are (Wasik, 1984) : Wasik's (1984) seven-step sequence. A key and important difference is that the PRACTICE framework includes solutionseeking and implementation methods based on solution focused practice (Jackson and McKergow, 2007; O'Connell and Palmer, 2007) . For example, at the start of the first coaching meeting the coachee is given an opportunity to talk about him or herself without immediately focusing on their problem(s), issues or concerns thereby allowing the coach to learn more about them (O'Connell, 2003) . During the coaching process the coach will draw attention to the coachee any relevant examples of their competence, strengths and qualities and also build on 'exceptions' when the presenting problem or issue is less of a problem. Throughout the whole process of the coaching meeting, scaling questions are used to monitor where the coachee currently is, if progress is being made and what the coachee would need to do to improve the rating. (For a fuller explanation of the solution focused coaching approach, see Green and Grant, 2003; O'Connell and Palmer, 2007; Palmer, Grant, and O'Connell, 2007) .
Problem identification
What's the problem or issue or concern or topic you wish to discuss?
What would you like to change?
Any exceptions when it is not a problem, issue or concern?
How will we know if the situation has improved?
On a scale of 0 to 10 where '0' is nowhere and '10' is resolved, how near are you now today, to resolving the problem or issue?
Any distortions or can the problem or issue be viewed differently?
Can you imagine waking up tomorrow morning and this problem (or issue or concern) no longer existed, what would you notice that was different? (An alternative would be to use the standard Solution Focused Miracle Question -see 2. Realistic, relevant goals What do you want to achieve?
developed (e.g. SMART goals) Let's develop specific SMART goals.
Alternative solutions generated What are your options?
Let's note them down.
Consideration of consequences What could happen?
How useful is each possible solution?
Let's use a rating 'usefulness' scale for each solution where '0' is not useful at all, and '10' is extremely useful Rating 'success' scale 0 to 10
What can be learnt?
Can we finish coaching now or do you want to address or discuss another issue or concern?
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To aid the coaching process and encourage the use of the model outside of the coaching meeting, forms can be used that include the PRACTICE sequence (see Appendix 1). Neenan and Palmer (2001 a, b) suggest that once coachees have become experienced at using the seven-step model, with straight-forward issues they can start to use briefer models to speed-up the solution-seeking process. Examples include:
PIE: Problem definition; Implement a solution; Evaluate outcome.
STIR: Select problem;
Target a solution; Implement a solution; Review outcome.
Conclusion
The PRACTICE model is based on earlier models and frameworks of counselling, training and coaching. Whenever possible, coaches using the PRACTICE model focus on solution-seeking and implementation and avoid problem-talk. The PRACTICE model has been used for business, performance, executive, career, redundancy, health and life/personal coaching, and also to aid stress management, counselling and psychotherapy . For an in-depth article on PRACTICE with a case study see 
